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Abstract

The appearance of the concept of self-learning organization was due to the ongoing global changes in the
economic space such as the information technology revolution, the restructuring of the global market of goods and
services, business restructuring of large corporations and the transformation of the labor market. The world experience
of recent years shows that it is learning, or rather, self-learning organizations can become competitive in modern
conditions. Different scientists and experts consider self-learning organization as a socio-cultural environment where
people expand their productivity opportunities, mastering ways of large-scale thinking, learn how to learn together,
increasing the level of their professional development and contribution to the common cause. This is possible in
organizations where the priority is to be prepared for internal and external changes and which are characterized by
flexibility and adaptability. A self-learning organization is an organization that creates, acquires, preserves, multiplies
and transfers knowledge, skills and abilities. Such an organization has the ability to successfully change the forms of
its behavior, quickly adapt to changes through continuous training of personnel based on the constant development
of competencies and improvement of skills at the individual and group levels. In organizations of this kind, human
resources are a particularly important factor in stable production activity and systematic development, and the system
of training and development of personnel is considered the basis of its competitiveness.

Key words: corporate culture, self-learning organization, business transformation, efficiency assessment,
knowledge, skills, competence development, training.

Corporate culture is unique for each organization set of formal and informal norms and rules
of conduct, which are subject to the members of the organization, the structure of power and its
competence, the system of rewards and ways of their distribution. It is characterized by values unique
to the organization, communication models, basic beliefs that are shared by the members of the
organization, acting subconsciously and determining the mode of vision.

In conditions of transition to a post-industrial civilization, when information, knowledge, high
technologies, and human resources become the dominant productive resource, they acquire strategic
importance and status as a measure of the economic success of a modern creative corporation. The
following are the defining factors of the emergence of a post-industrial society. First, the organizational
beginning of the post-economic system was theoretical knowledge (and not capital). Secondly, there
was an information-computer-Internet revolution, which caused technological growth in production
activities.

The interaction of these factors changed the balance of the economy and social policy, subordinating
the first two: social policy becomes social engineering and subordinates the economy, and social
engineering rebuilds the whole system of social relations [1].

Global processes of sustainable development Post-industrial society, the “society of professionals”,
whose distinctive feature becomes the strengthening of the role and significance of the human resource
and talent, the issues of human capital management become especially urgent and determine the
necessity of appearance and the development of self-learning organizations, acquiring, transferring
and preserving knowledge.

The entry of the economy into the information age highlights such intangible factor of competitive
micro-level struggle as a corporate culture organization, determining the importance and timeliness of
consideration of questions of its assessment, formation and development (Figure 1, p. 97).

96



Hayunsiii xxypHan «Bectauk ynusepcurera « Typan» Ne 4(84) 2019 1.

The speeq > » Corporate
of managerial > Networking > culture
decision-making
I
y
Developed human|__, Customer
capital focus

Figure 1 — The factors of company competitiveness in the digital economy

Given the dynamics of changes in the modern world, organizations must be adaptive, their
corporate culture aimed at building human capital, should form its internal potential, due to which
the socioeconomic system will not only be able to survive in a crisis, but also to develop with further
stabilization of external conditions [2].

This type of corporate culture can be called the culture of a self-learning organization. Using
the terminology of P. Senge, one can say that the corporate culture of a self-learning organization
is a collection of beliefs, attitudes, norms of behavior and values shared by staff who facilitates the
creation, acquisition, transfer and preservation of knowledge and competencies.

The concept of P. Senge is based on five “organizational skills”.

The first “skill” — the skill in improving the personality. Although energetic people come to
business, few of them remain “on the rise” for a long time. Most start to save their strength, and
already by the age of 30—40 they lose their loyalty to the business, a sense of personal importance and
enthusiasm. However, only a few companies encourage their employees to move forward, the rest, as
a result, have unused, wasted, and lost resources.

The second “skill” is intellectual models. Models, as stereotypes in relation to various managerial
situations, are also rooted in us, as well as purely domestic ones. That is why many good management
ideas remain unrealized.

The third “skill” is a common vision. Many managers do not attach importance to the fact that their
personal vision of the development of the organization is not understood and shared by all employees.
According to P. Senge, thanks to the common vision, people learn not because they were told so, but
because they want it.

The fourth “skill” is group training. However, in this case it is not only about training or seminars,
but also about free exchange of opinions in groups — dialogue. P. Senge believes that it is the dialogue
between employees that leads to such insights that can be absolutely inaccessible to everyone
individually.

The fifth “skill” is a systemic thinking. Without this discipline, all other skills remain disjointed
devices, a fashionable novelty of management science. At the same time, it is vitally important that all
five “skills” develop not individually but systematically.

To this end, companies must undergo continuous training, which is a necessary condition for
efficiency.

The American psychologist Mike Pedler (1991) offered 11 characteristics of the self-learning
organization.

1. Learning, flexible approach to strategy.

2. Employees take an active part in developing the strategy and tactics of the organization.

3. Information is more used to understand what is happening in order to make the right decisions,
and not as a basis for reward or punishment.

4. Accounting and control, contributing to the development of the organization.

5. Internal exchange of services between departments.

6. Flexible system of rewards.
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7. The “enabling” structure (units and other “boundaries” are seen as a temporary structure,
which can be changed if necessary).

8. Studying by all employees of the state of the environment.

9. Continuous exchange of experience with Partners, Clients.

10. The atmosphere in the organization, conducive to learning.

11. Self-development opportunities for employees [3].

All training technologies can potentially be used for more than one purpose. As a result of the
research, the following four categories of training methods were identified:

1) supporting (that is, used mainly in the strategy of “preparation of agreements”);

2) methods of forecasting (that is, used mainly for “developing strategies for the future”);

3) carry-over (that is, used both for “preparing agreements” and for “developing future strategies”);

4) utilitarian, or universal (that is, used for all strategies).

The birth of the Self-Learning Organization concept was due to a number of global processes in
the business world that affect the vast majority of companies around the world, including:

+ information and technological revolution;

¢ restructuring of business (consolidation, reductions, merger);

+ globalization of business of large corporations;

+ the new birth of the concept of strategic planning.

Returning to the problems of evaluation culture, it is necessary to emphasize that most specialists
involved in the formation and evaluation of corporate culture, speak only of a qualitative approach
to measuring its effectiveness. The main the criterion is the degree of its correspondence and support
the business development strategy, achievement of the organization’s goals. At the same time,
effectiveness of the corporate leaders who are responsible for all levels (above all, higher guide).
However, when shifting responsibility to performers who do not have real power, there is a threat that
formal performance of work that cannot bring the desired results.

The company management should inform employees, corporate participants training programs
that the company invests resources in their development, because they believe in them and connects
with them their future. Also, it is important to make sure that the staff sees the connection between the
increase of their human capital, the effectiveness of their work, development of their own careers and
growth material well-being [4].

In addition, to assess the effectiveness of existing corporate culture can be widely used the same
methods, as for its study: empirical methods (observation, experiment), special socio-logical methods
(surveys, questionnaires, There are also indicators effectiveness within the qualitative approach: so,
offer as a criterion of effectiveness calculate the degree of compliance of the corporate culture to a
specific target type. To the auxiliary indicators of effectiveness, they include the degree of conflict,
degree of mastering the culture of workers, degree documenting, creativity, the level of community
management personnel.

The possibility of quantitative evaluation of the effectiveness of formation processes and
development of corporate culture, the basis which can be put investment approach that involves the
use of an absolute measure (profit) and a relative (profitability), allowing to produce comparison with
existing regulations, and with alternatives.

Such an opportunity gives the use of a set of program-targeted and project management methods,
allowing on a systematic basis to develop and develop a corporate culture.

With this in mind, the formation and / or development of corporate culture of self-learning
organization involves the implementation of the following program activities: training management
category of personnel, organization of corporate holidays, holding corporate training teambuilding,
development and implementation of the corporate code.

These activities, differentiated into current and non-recurring ones, form the basis programs for
the formation or development of corporate culture self-learning organization.

In organizational theory and practice, organizational learning is seen as a continuous source of
creating competitive advantages for the company, as is their strategy of constantly updating methods
and increasing the efficiency of all activities. Organizations that are not trained (and therefore do not
change) in the context of rapid changes in the external environment are considered doomed.
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Hence the recommendation to create groups studying in the process of activity, to focus on the need
to generate new ideas in the learning process. There are even attempts to give a symbolic interpretation
of organizational learning. This process seems, in particular, in this form:

Learning =P + Q,

where P is program training, and Q is learning by asking questions, obtaining evidence, discussing
conclusions based on generalization of practical experience. Learning in action, i.e., organizational
learning, is based mainly on Q. Its main idea is to organize groups so that each of them has two tasks:
one — solve a problem or execute a project; the other is to be trained in the process of accomplishing
the tasks, to make the acquired knowledge available to all participants, to present the resulting material
to management for subsequent use.

On the basis of recent research, in-house conditions are described in the literature that make
training of employees difficult. Such conditions include: habitual activity of the operator, engineering
standards, administrative culture, based on well-established ideas about technology management
activities. The theory of organizational learning offered five disciplines, the mastery of which is
designed to overcome shortcomings in the stereotypes of thinking, knowledge and skills of staff.
These disciplines are interrelated, complementary, each of them influences the positive action of all
others [5].

These are the following disciplines (conditions) for achieving the main objectives of employee
training: system thinking, personal skill, mental model, creating a shared vision, group training.

The practice of self-learning organizations has already developed certain principles, the essence
of which is as follows:

1) learn faster than competitors;

2) to be trained within the organization (from each other and working groups);

3) to study outside the organization (from suppliers and consumers);

4) to be trained on a vertical (from top to the basis of the organization);

5) ask the right questions and apply the training in action;

6) predict the future, create scenarios and learn from them;

7) apply what they have learned and practice in practice;

8) learn faster than the changing environment;

9) to study in areas where previously were not trained.

Modern organizations require a high level of creative planning, effective and useful knowledge
about new products and new processes, increasing the degree of coordination of joint actions with
long-term obligations and understanding the need to solve complex problems.

This requires, in turn, trained workers who openly express their opinion, value knowledge and
best solutions, and strive to unite their efforts for general creative work.
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Anjgarna

AKXnaparThIK TEXHOJIOTHsUIAp TOHKEPICi, Tayapiap MeH KbI3METTEpAiH jkahaHIIbIK HApBIFBIH KalTa Kypy, ipi
KOPIIOPALUSUTAPIBIH KBI3METIH KalTa KYpy *KOHE CHOCK HApBIFBIH KalTa Kypy ©3iH-631 TaHy YHUBIMBI TYXKBIPHIM-
JTAMaChIHBIH Maiiia 0oysl kahaHIBIK SKOHOMUKAIBIK KEHICTIKTET1 Y3/MiKci3 kahaHABIK e3repicTepre OailylaHBICTHI
6omazpl. COHFBI XBUIIAPIAFh JIEMIIK TOKIpHOE KOPCETKeHCH, Ka3ipri )karmaiiaa 6acekere KabieTTi 6ora anaTbiH
CTYICHTTED, AJIpEK alTKaH/1a, ©31H-031 OKBITY YHBIMIapbIHA JKaTabl. OPTYPIIi FaIBIMAAP MECH Capalliibuiap e3iH-e31
TaHYIbl YUBIMIACTHIPYABI SJICYMETTIK-MOICHN OpTa JET CaHAMIbl, COHJIBIKTaH ajamaap THIMIUTIK MYMKIHIIKTepiH
KCHEWTe i, KeH ayKbIMJIbI OMJIay d9iCTEepiH urepesi, 0ipre OKyasl YipeHe i, OChUIaiIa oap/plH Kocioun 1amy JIeH-
reisepi MEH JKaJIbl iCKe KOCKaH yJiectepi apTajsl. bys OachIMJIbIK iIIKi )KOHE CBIPTKBI ©3repicTepre AaiblH 00I-
FBICHI KEJICTIH JKOHE MKEMIUTIK TIeH OCHIMIUTIKIICH CHIATTANaThIH YUBIMIapAa MYMKiH. O3miriHeH OLTiM alaThiH
yiipIM — Oyt Oitim, OULTIK MaFapUTapBIH KAJIBIITACTRIPATHIH, MEHICPETiH, CAKTaHThIH, KOOCHTETIH JKOHE JKETKI3eTIH
yiteIM Oombin TaOpanel. MyHIai yieIMaa jKeke TYIIFaJbIK JKOHE TONTHIK ACHTeHIepae Ky3ipeTTUTiKTepal YHeMi
JIAMBITYFa JKOHE JaFIbLIap bl JKETUIIpYTe HeTi3IenreH KbI3MeTKepIep/i Y3IiKCi3 naspiayIblH apKachblHaa MiHe3-
KYIBIK (pOpMaapblH COTTI ©3repTy, e3repictepre Te3 Oeiimaeny MyMKiHairi 6ap. MyHaail yiibiMaapaa ajgaMu pe-
CypcTap TYPaKThl OHIPICTIK KbI3METTIH JKOHE KYHEIi TaMYIbIH SPEKIIe MaHbI3IbI (PAKTOPBI OOJIBIN TaOBUIAIBI, A
KBI3METKEPIICPIi asipiay ’KOHE NaMBITY JKyieci OHBIH O0ocekere KaOUIeTTUIITIHIH HeTi31 OOMNBIT TaObLTA b

Tipek ce3mep: YibIM, KOPIOPATUBTI MOJCHHUET, ©31H-031 OKBITY YHBIMBI, OM3HECTI TpaHChOopManusiIay, THIM-
TTiKTI O6aranay, 6171iM, JaFapuIap, Ky3ipeTTUTiKTI JaMBITY, Jaspiiay.

AHHOTALUA

[NosiBNeHNEe KOHIEIINH caMOOOyJaromeics opraHu3auy ObUT0 OOYCIIOBICHO MPOUCXOASIIINMHA TII00ATHHBI-
MH M3MEHEHHUSIMH B MHPOBOM 3KOHOMHUYECKOM MPOCTPAHCTBE: 3TO MH(POPMAIIMOHHO-TEXHOJIOTHYECKAsT PEBOIIOIIHS,
PECTPYKTypHU3aIKsl [JI00aJLHOIO PhIHKA TOBApOB M YCIYT, PECTPYKTypH3als OM3HEca KPYMHBIX KOPIIOpaluid U
TpaHchopMalus peIHKA Tpyaa. MUPOBOH OIBIT MOCJICAHUX JIET CBHICTEIBCTBYET O TOM, YTO KMEHHO 00yJaroIuecs,
a TOYHEe, CaMOOOyJaIOIIAECsT OPraHU3aI[UH MOTYT CTaTh KOHKYPEHTOCIIOCOOHBIME B COBPEMCHHBIX YCIIOBHsIX. Pa3-
JIMYHBIC YUCHBIC U DKCIEPTHI PACCMATPUBAIOT CAMOOOYUAIOIIYIOCS OPraHU3AIUI0 KaK COIIMOKYIBTYPHYIO CpeLy, Tie
JIFOMIM PACHIUPSIOT CBOM BO3MOXXHOCTH PE3Yy/IbTaTUBHOCTH, OCBAaWBasi CIIOCOOBI MACIITA0HOTO MBIIIICHUS, YUarcs
TOMY, KaK YYUThCS BMECTE, MOBBIIIASI YPOBEHb CBOETO MPOECCHOHAIBLHOIO pa3BUTHS M BKIIa/ia B oOIiee jieno. Ta-
KOC€ BO3MOXXHO B OpFaHI/I?)aHI/IﬂX, B KOTOpI)IX HpPIOpI/ITeTOM SABJISICTCSA CTpeMHeHI/Ie GBITB TOTOBBIMHU K BHyTpeHHI/IM u
BHCIITHUM U3MCHCHHSM M KOTOPBIM CBOMCTBEHHA TUOKOCTh U aanTUBHOCTh. CaMOOOyYaroIascst OpraHu3alus — 3T0
OpraHu3aIysl, KOTOpast CO3acT, IPUOOPETACT, COXPAHsICT, IPUYMHOXKACT U TICPe/IacT 3HAHUS, YMCHUS 1 HaBBIKH. Ta-
Kasi OpraHu3anus 00J1a1aeT CrioCOOHOCTHIO YCIEITHO U3MEHSThH (DOPMBI CBOETO TTOBEICHUS, OBICTPO Al THPOBATHCS
K MU3MEHEHHSIM 32 CUET HEMPEPHIBHOTO 00yUeHHs TIepCOHAIa, OCHOBAHHOTO HA MIOCTOSIHHOM Pa3BUTHU KOMITETCHIIHI
Y COBEpIICHCTBOBAHMM YMEHHUI M HABBIKOB KaK Ha YPOBHE MHJMBH/A, TAK U HA YPOBHE TPyIIbl. B opranu3arusx
TaKOI'0 POja YEJI0BEUCCKUEC PECYPCHI SIBISIOTCS 0C000 Ba)KHBIM (DAKTOPOM CTAOHMIBLHOMN MPOU3BOACTBCHHOM JACSTEIIb-
HOCTH ¥ IJITAHOMEPHOTO Pa3BUTHS, @ CUCTEMa OOYUCHUS U Pa3BUTHUS IICPCOHAA CUUTACTCS OCHOBOW €€ KOHKYPEHTO-
CIIOCOOHOCTH.

KiroueBble cioBa: KOpIOpaTHBHAS KyJIbTypa, camooOydaromiasics opraHu3anusi, TpaHcdopmanus Ou3Heca,
orenka 3(h(heKTHBHOCTH, 3HAHMUS, HABBIKH, Pa3BUTHE KOMIIETCHIINH, 00yUCHHE.
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